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r Apri 1 1971 

TO: Departmental Chairmen , Madison Campus 

FROM: The Association of Faculty Women ,Uni vers i ty of Wisconsin 



The recent memorandum and di rective from President Weaver to the Chan- 
cel lors, transmi tted by the college deans to departmental chai rmen, has called 
attention to an urgent need to examine the status of women i n academic and 
profess ional posts on this campus, and to take action to end any discrimina- 
tory practices that may contribute to a depressed status of women i n relation 
to men. 

We are encouraged by Chancel lor Young's recent appointment of a committee 
on the status of women, for the Madison campus. We realize, however, that the 
principal responsibi li ty for the employment practices and standards which af- 
fect the status of women li es wl thin the departments, and that vital discus- 
s ions and decl slons on changi ng the status of women wl 1 1 take place at depart- 
mental level . : 

We would 1 ike to have the opportuni ty to parti cipate i n such discussions 
In your department , bri ngi ng to them information, views, and suggestions ac- 
quired In our studies of the problem at this and other universities • The en- 
closed brochure^ which is being sent to all memb^^^^^^ of the Madison faculty, 
outlines some of the available information about jfimterns of discrimination 
agal nst women at U .W. , and our proposals for chanf;6S to el imi nate such pat- 
terns of discrimination. 

If you can arrange a meeti ng of your department'^ intereste:^ faculty and 
graduate students to discuss these issues, we wil 1 gladly send one or more of 
our members to attend: You may contact: any one of the members 1 i sted below, 
or return the attached slip with the information indicated. 

MEMBERS OF COMMITTEE ON EMPLOYMENT AND SALARI ES 

MIRIAM ALLMAN INGRID CAMERINI JEANETTE HARRIES GABRIELE KASS 

Medical Library 1 366 Van HIse 1 106 Van Hise ; 413 Bi rge 

1305 Linden Dr. 262-2090 262-9875 262-2329 
262-0598 ; ' 

JOYCE PULETTI ALICE' ROBBIN ANN SEI OMAN SUSAN WEI DEN ; 

Radiotherapy Cntr kkS\ Social Science 310 King Hall WHA-TV 

l(>l-lkll 262-859^ 262-3657 - 3313 Univ. Ave. : 

y'yc^^^^^^^^ ;^,^^;v;-: 263-21 21 

CC: to all Faculty Members 

To ASSOCIATION OF. FACULTY WOMEN, 286 Medi cal Sciences Bui Idi ng 

The Department of plans to hold a meeting 

at (time, place) to discuss the status of 

professional women at this university./ Please send your representat i ve (s) . 



Chai rman 



I . INTRODUCTION 



The Association of Faculty Women of the University of Wisconsin iias pre- 
pared this brochure to present facts about the status of profess ionaT women 
at this university, and recommendations for Improving it. This brochure deals 
with problems In the area of hi ring, promotion and salaries . Subsequent studies 
and recommendations will deal with other aspects of the status pf women ihe 
Unl vers i ty . 

A state of I nequal i ty exists at this university between men and women. 
Evidence is found in both statistical and case studies. The former (summarized 
in Section 2) include (1) a statistical analysis of the number and ranks of 
women 5 0 the unl versi ty, by department , as compared to men; ar»d (2) a study of 
faculty salaries at the Unl vers I ty of Wl scons in. These statistical studies . sub- 
stantiate the findings of the U.S. Department of Health, Education and Welfare 
that "a pattern of discrimination** against women exists at the University of 
Wisconsin. Case histories on f i le wi th this Association (abstracts from which 
appear In Section 3) include over twenty sped flccompl a i nts of unequal treat- 
ment in favor of men with comparable qualifications. 

There is an urgent need to remedy this situation. Federal law embodied in 
Executive Order 1 1246 as amended I n Executi ve Order 1 1 375 , requi res that special 
efforts be made to correct existi ng i nequi ties . Th Is means that everyone con- 
cerned with employment should search more di 1 Igently for qual if ied women, and 
that unt i 1 existing i nequi 1 1 es have beer^ el f.T^lnated , prior ity must be g iven to 
employment and promot Ion of women over men equal ly qual If i ed for spec i f ic posts- 
in accordance with objective academi c cr i ter ia . Federal 1 aws to i nsure equal 
employment opportunities for all express social; developments tending to permit 
ful ieropportunity for al 1 citizens to iexertthei r ful 1 capacities and exercise 
freedom of choice In thei r 1 Ife roles. The rlght^^o women students to enter 
profess Ions of thei r choice must be imatched by art equal treatment wi th 

men when it comes to employment in the profess ion. Professional ly trained 
women must not be used as a cheap labor force. 

The causes of exi st I ng i nequ 1 t 1 es between men and women are deeply rooted 
In our society , 1 n att i tudes ; bel iefs, and unconscious assumptions whi cf.r are 
not easily accessible to change. Thei r expression or reflect ion i n employment 
standards and practices at this uni vers ity are, how.ever , accessible and amen- 
able to change. We bel i eve that i t i s possi ble to formulate a model of em- 
ploymefit whicji wi 1 1 el iminate unfair discrimination against women at every level 
of employment: recru itment , h i r i ng and f i ri ng, promot ion , and salary review. 

Tokenism is not an adequate remedy for existing inequities, nor is compen- 
satory favoritism appropriate. We propose a reexamination and revision of stan- 
dards , val ues , and pract ices i n employment of academi c and profess ional peopl e 
wh ich wi 1 1 afford greater equal 1 ty of opportunity f o r a 1 1 k i nd s of peop 1 e , and a 



consequent enrichment "of universi ty teaching and research in a more hurnane 
atmosphere. Formulation of objective criteria for employiT>ent must replace ir- 
relevant '/qual if ications'* such as sex, age, and racv^., and instead emphasize 
more object ively than ever the genuinely relevant qualifications of academic 
preparation, experience, and quantity and qual ity of research ,teach1 ng , and 
other services . These qual if ications should be evi denced not only by publi- 
cations, but by meaningful , regular evaluations of teaching by both faculty 
and students, and by records of other valuable services rendered to the i n- 
stitutlon, the profession, or the community. 

An annual review of all hi ring, promotion, and salary procedures should 
be instituted in order to ascertain that equal work has become the accepted 
norm. /■■ 



11. PATTERNS OF DISCRIMINATION 



A Summary of Survey Data 



Excerpts from a News Release by the University of Wisconsin, 3/22/71: 

"MADISON, WIS. --The fi rst report on the status of women at the University 
of Wisconsi n covering al 1 campuses Indicates that women are not distributed 
across the academic levels as are thei r ma 1 e col 1 eagues , and their mean average 
salaries — with few exceptions-"-are lower than the men'Sr 

, "The study, prepared by the UW department of planning and analysis for the 
University Faculty Counci 1 , focuses primarily on departments and d ivi s ions con- 
cerned w; th 5 nstruct J on.. The study was desi gned solely to ga i n rel I ab le data 
on salaries and the distribution of women and not to explore the reasons for 
differences, the department reported. 

V*The statistical sunnmaries for each unl t reveal that women's mean average 
salaries for academic pos 1 1 i ons in the Uni vers i ty range from $6 to $5 , 1 80 lower 
than men's, wi th some except ions ... 

" I n genera 1 , women are concentrated i n the lower academi c pos i t ions through- 
out the University, according to the study. On the Madison and Milwaukee cam- 
puses, the dollar differential between men and women is unfavorable to women, 
and increases as the academic level increases In both sal a ry and prest i ge. . . 

"The percentages of women holding instruction-oriented appointments varies 
widely from uni t to unit. Madison campus women hold 4.8 per cent of the pro- 
fessorsh ips, 6.8 per cent of the associate professorships , 1 1 .5 per cent of the 
ass I Stan t professorsh t ps , and 50.5 per cent of the i ns true tor appoi ntments . The 
figures represent 39 women professors , 23 associate professors ,60 ass 1 stant 
professors, and 36 Instructors..." 



TABLE : 



Comparison of Uni vers i ty of Wi sconsi n (Mad i son campus) 
.employment of women facu 1 ty wi th nat iona 1 employment of 
women facul ty (as percentages of total empl oyment) 



Madison Campus 



Number of 
Women 
Facul ty 



Women as 
^ of total 
Facul ty 



National 



Women as 
of total 
Facul t ies 



% 



Professors 



39 



4.8 



5.47 



Associ ate 

Professors 23 



6.8 



10.4 



Assistant 

Professors 60 

Instructors 36 



n.5 

50.5 



14.8 
30.5 



Source: Compiled from News Release, University of Wisconsin, 3/22/71 



The Department of Health', Education and Welfare, Office of the Regional 
Director, issued a summary of findings last year i n whi ch it declared that 
"Employment dsta reviewed from the Uni vers i ty "and other sources showed a 
oattern of discrimination or under utilization of minority group members and 
women in specif i c departments and jobcl ass i float ions ... (t i s apparent that 
the need exists for the University of Wisconsin to identify and to promote 
minority group members and women employed who have the potential for higher 
level positions generally and particularly i nprofes ional*^posi tions , both 
academic and managerial pos i t ions wi thi n the several campuses and their sub- 
di visions. .. It has been reported and records appear to indicate that a dis- 
proportionate part of the mi niscule number of b 1 ack mi nor i 1 1 es and women em- 
ployed are concentrated in 'special projects' , in special ist job classifica- 
tions, and in non-tenure status". (Paragraph 13, Summary of Findings & 
Memoranda of Understanding, Department of Health, Education and Welfare, 
Region V, 1970.) 

The HEW report emphasized the need for action,, especially at the depart- 
mental level where most hi ring takes place, to end this pattern of discrimin- 
ation. Since that time Health, Education, and Welfare Department represen- 
tatives have made further i nvestigat ions and recommended development of a 
Posi tive Action Program to achieve this goal i n compl lance wi th Executive Order 
U 2^6 as amended. The Uni vers i ty admini st rat ion has appointed a part-time 
won an, Prof . Cyrena Pondrom, and a Comni ttee on the Status of Women to imple- 
ment such a Program. 



I I I . CASES OF DISCRIMINATION 



The following are brief excerpts from case histories of discrimination 
against women professional emp loyees at the Univers i ty of Wisconsin. The full 
information is on file with the Association of Univers i ty Women. 

Two special ists with the same degree, same pos i tion, one female, one male, 
started with abof f: the same salary ($7,800-7,850) . After one year , he was given 
a poor job review by supervisor, she a good review, but his raise was $250 more 
than hers . After complai nts , she was given a raise . He was made supervl sor 
after 1-1/2 years of experience. She was not given a corresponding position 
In her d i vi s ion al though i t was vacant. 

Assistant professor, female, after many years at University, still receives 
a salary under $8,000 , al though the average salary for an assistant professor on 
the Madison campus is over $13,000. 

Pronx)tion to assistant professor den i ed a woman Ph . D . wi th f i ve years of 
service because husband was given tenure at assistant professor level in same 
department. Vice Chancellor refused to forward recommendation to Division 
Committee. Department planning appeal to Faculty Council. 

Woman Ph.D. for six years on a full -time position. In 1970, an additional 
one-half position created and given to a man. In 1971, that pos I tion el imi na- 
ted. The woman wll 1 have to go and the man gets the ful l-timeposi tion. 

Married woman Ph.D. candidate at the dJssertation-writing stage denied em- 
ployrient because her husband had beqn h i red by another department . 

Male graduate student hi red for teach ing pos it ion after woman wi th M.A. 
and some work towards Ph.D. was informed no vacancy existed. The woman's cur- s 
riculum vita and references were never considered. 



Two women Ph . D. ' s were hi red as instructors for a 2-year per iod pri or to ; 
becoming ass istant prof essors . Al 1 men Ph .D.s and two men wi th only M.A. s h i red 
subsequent ly were given the title assistant prof essor. Both women received : 
near ly $^»,000 less In salary than the next highest paid male. A newly graduated 
male Ph.D. was hi red as assistant professor for $3,i»00 per 'year more than the 
women. 



Woman Ph.D. hired as a specialist at a salary of under $8,000. After four 
yea rs , received $9 ,000 but no tenure track appoi ntment ; supervi ses graduate 
students . Dur i ng same t ime , th ree men were hi red , one new Ph .D. , wi th a sal ary 
of $3,000 more than the woman was maki ng, was brought in to head her division. 
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Woman Ph.D. with A years part-time, 6 years fu 1 1 ime uni vers i ty appoi nt- 
ment, 2 books published, 2 nx^re at publication, 20 articles in various journals; 
hired as lecturer. 

Ph.D. from UU hired as lecturer despite experience equivalent to those 
appointed to assistant professorial rank. She was consequently den i ed research 
funds from Graduate School, advising graduate students and sitting on examining 
comfiii ttee. Has al so been deni ed attendance at pi ann i ng commi ttee meet i ngs i n 
her area of teach i ng and research for the department. 

Ph.D. (UW) appointed as research assis^tant-lecturer for 3-1/2 years, has. 
done research iand publ ished results In reputable jbu^^ developed teaching 

courses on graduate level. Is oni a non- tenure track appointment. Salary $1,000 
below that of others with s i mi 1 ar teach i ng and experience. 

Ph.D. (UV/) appointed lecturerrresearch assistant*. jWhen she contested the 
appointment on the basis of discrimination, she was rel.Ieved of teaching re- 
sponsibilities. Left department for a Federal job, 20 per cent more pay. 

In one department of 30 faculty members , no women. Petitions in 19^9 and 1970 
for recruitment of a woman candidate denied. 

Ph.D. , 1965, husband and wife. Chairman quoted nepotism, man appointed as 
assistant professor, woman as project associate. Tol d her dean woul d oppose 
husband and- wi fe i n the same col lege , al though i n d i fferent departments . 

Woman professor paid below level of male colleagues ih'same rank. Left the 
universi ty . . 

Two women special ists had lor/est salary In department . After protesting in 
wr i t i ng to Dean , one of them was ra i sed to average^ the other one i s s tl 1 1 ; paid 
less than another non-degreed person on same staff. 

Marrjed woman Ph . D. den ied ass i s tant prof ess orsh ip voted for by department 
f acul ty , forced to accept t i tie of lecturer ; 1 ate r changed to research associ ate. 
/Only other married woman in department had been assistant professor, reduced to 
lecturer. Since then two unmarried worsen have been hired as assistant pro- 
fessors. 

VJoinan, faculty wife, hired as TA, later made lecturer. Twelve years at UW, 
no tenure, salary now $8,500; al leged kept low because husband ful l professor. 



Woman assistant professor, unit director at UW since ]3kk. 1956 salary: 
$6,900 (male predecessor $8,700). Current salary doubled, but still below that 
cf others in same position. 

A man and a woman, both MA degrees, hired in the same department. The male 
paid over $1,000 a year more. 

Woman assistant professor informed that she could not have increr.sed salary 
because it would too closely approach her husband's, thus causing the latter 
'psychologicaT insecurity.' 



[Note: These cases are presented as of January, 1971.] 



iV. CURRENT EMPLOYMENT PRACTICES AND PROPOSED CHANGES 



Specific steps need to be taken to correct the existing inequitable em- 
ployment s i tuat ion at the Un i vers i ty of Wi scons i n , i n order to attai n equal 
status for women with men. Th i s secti on exami nes , poi nt by point, some cur- 
rent employment practices that have contributed to a depressed status for pro- 
fessional women in academic and related posit ions , and suggests ways in which 
these practices ought to be changed. 

Most important is the need to base all employment practi ces on objective 
academic and prof ess lonal criteria, made publ ic and consistently applied. 

The proposed changes call for el imi nation of the use of non-academic 
cr i teri a such as age and sex in standards of empl oyment , and for es tabl i sh- 
ment of an open system of hiring, promotion, and salary review, equitably 
appl ied throughout the Uni versi ty v; What we are propos ing wi 11 , we hope , de- 
velop into a fully articulated program of academic employment at the Universtiy 
of Wi scons in. Such a program woul d serve as a model of f ai r standards and 
pract i ces throughout the whole educational system; More immediately , i t would 
achieve absolute equal ity of status for women and men at the Uni vers i ty of Wi s- 
cons in, so that they woul d be hi red In al 1 departments and i n al 1 ranks in 
accordance with their nationwide availability for such posts. 

1 , ] The practice : Fai lure to hi re or promote women to tenured posi tions on 
the (often unconscious) assumption that women const i tute a problem, or are not 
really as competent as men, or are more difficult to work wi th. Thi s attitude 
may be reinforced by the uncritical 1y accepted but incorrect assumption that 
women wi 1 1 i nevi tabl y leave thei r employment to f ul f i 1 1 fami ly obi i gations ; or 
that their 1 eavi ng for such reasons I s somehow less acceptable than a man's 
leavi ng his posi t ion for another one, or for temporary servi ce outs i de his 
profession. 

The ef f e c t : Qua 1 if led women have not been hi red at all in many depart- 
ments , and in other departments; not hi red in proportion t 1 i ty 
or promoted in accordance wi th thei r proven abi 1 1 ties . 

Proposed change : Object ive cr i teri a stioul d be formul ated by each depart- 
mentV relati ng to teach i ng , pub 1 i cations and other servi ces performed by can- 
, d i dates . The<>e should^ b a| bas is for employment and promoti on and 

salary i ncrease of qual 1 f i ed cand i dates regard 1 ess of sex. Fai r and cons i stent 
^ methods of eval uati ng the qual i ty of teach i ng must be es tabl i shed , i ncl ud i ng 
; students * rati ngs. S i/mi 1 ar ly , objective evaluation of publications is needed, 
; whi ch mi ght wel l include bpi nions of irombers of the profess ion at ^^d i ns t i - 
; tutions. Services to the uni versi ty, the profession, or the communi ty should 
be taken i n to cons i de rati on and should be s imi larly object i f i ed and made publ f c. 
iWri t ten reasons for reject ion of candidates should be gi ven to each cand i date 
in all cases . 

2. The practi ce : Lack of open recruitment ; the 'old boys club ' system of 
calling a colleague or two to ask for names of suitable candidates. 



The effect : Many qualified persons are not considered since they are 
never given an opportuni ty to apply for a position. 



Proposed change: Open recruitment for al 1 appoi ntments . This shouTj in- 
clude canvassing as many as possi ble of the graduate schools where training 
in the given subject Is of fered ; publ i cat i on of the opening in journals of the 
profession and within the Univers i ty i tsel f. All vacancies should be regis- 
tered at a central clearing office for the University. The announcement should 
furnish adequate, objective descriptions of the pos ition and the qualifications 
desired; if there i s some f 1 exi bi 1 i ty i n the 1 a tter , the range cf al ternatives 
should be speci fied. The salary range should be specified and qual i f ications 
for each salary level 1 isteoy A date for the submission of applications should 
be given and no hi ri ng done until after that date, and not unti 1 there has been 
bona fide consideration of al 1 applications receiveH. 

3. The practi ce: L imi tat ion of recrui t i ng to prestigious col leges without 
searching elsewhere for qualified candidates. 

The effect : Prestigious col leges (e.g. , Harvard, Yale, Universi ty of Mich- 
igan) tend to be male-dominated and male-oriented; 1 imi ti ng recrui trTient to 
them automat i ca 1 ly d i scr imi nates agai nst women. 

Proposed change : Unti 1 such time as al 1 Institutions of higher education 
are f ree of d i scr imi nat i on and offer genuinely equal opportun i t i es to ail stu- 
dents , recrui tment for University of Wisconsin academic appointments should be 
broadened to reach appl i cants from every inst i tut ion of higher education. Fi rst 
consideration wi l 1 be fji ven to i nd i vi dua 1 qua 1 i f i ca t i ons , not to the prestige 
of the institution from which an appl leant comes. 

^- The practice : P referent i al hi ri ng of younger people wi th more recent ly 
acquired Ph.D. 's at the assistant professor level . 

The effect : Q.ual if led women whose careers have been delayed by fami ly ob- 
ligations find thei remployinent opportuni ties foreclosed although they may 
in fact have kept up with developments In the field. The analogy to ments 
careers interrupted by mi 1 itary service, administrative, or extra-academic 
work is obvious. 

P r o po s e d ch a ng e : A g e , like marital s tatus , shoul d be cons i dered i rrel e- 
vant as a criterion. for employment and a statement should be publ ished in al 1 job 
announcements that this information be wi thheld f rom curri cul a vl tae . 

5. The practice : Refusal to hire University of Wisconsin graduates and post 
doctoral f el lows (the ant i-i nb reed ing convention) practi ced i n many depart- 
ments. 

The effect : Women, who make thei r residence In Madison and who are not 
mobi le for one reason or another but who have received the! r degree or post- 
doctorate education at the Un i vers i ty of Wi scons I n are d i squa 1 if led from 
employment at thei r appropriate rank. 

Proposed change : The oniy criteria for employment should be the objective 
criterJa set forth by each department. The qual if i cat ions of the individual 
are' the only relevant daca to be considered. 
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6, The practice ; Recrui ting for underspeci f led posi tions , i.e., al lowing 
the ava il able appli cants ' qual ! f i cat ions to determi ne at least in part the job 
requirements* 

V The effect : Whi le this is useful In that I t al lows f lexibi 1 t ty as to 
academic qual ifica tions , i t i s subject to abuse as ? t al lows appl i cants to be 
rejected for not nieet Ing h idden specif ications whi ch may actual ly only come 
into existence after a desire to reject a given candidate arises. 

Proposed change ; Hi ri ng practi ces must be such that prejudice has no 
room to hide. Announcements of positions should fully specify the qua! if Ica- 
tions required and all acceptable alternatives, 

.7* The practice ; Rehiring professional ly trained people under the payrol 1 
category known as *'other professional , sclent if tc and specialist academic 
staff*' (OPSS) on a short-term contractual basis at the same level , wi thout 
considering them for promotion. 

The effect ; dual if ied persons may remain for years on the fringe of de- 
partment , unable to participate I n planning, student advi si ng and I n the case 
of research associ ates, teach I ng/ whi le new tenure- track people are brought 
in above them. The high proportion of women i n these categories speaks for 
itself. 

Those supported by "soft money" (grants) are of ten shunted from pos I tion 
to posi tion wi thout either securl ty or opportuni ty to progress Independently 
in their field. 



Proposed change ; People hired for non-tenure-track 1 Imiteti periods, 
whether on soft money or hard , should automat leal ly be considered for promotion 
to tenure-track positions at the end of the contract period. They should be 
promoted If they meet the department? s previously stated object! ve cri teria 
and if they desi re promotion. Anyone who so des I res could retain a non- 
tenure-track position; but the department wi 1 1 be obl iged f i rst to consider 
them for promotion and must show good cause for fai lure to promote. To in- 
sure frequent review, contracts for these categories should not exceed two 
years. 

Th is proposed hi r I ng change, to give priori ty for promotion to OPSS per- 
sonnel , may be reconci led to f 1 uctuations in aval 1 able "soft" funds with 
which persons in this category are frequently hi red . A contingency fund 
shou Id be establ Ished as several large un I vers I ties have al ready done. A 
vested fund should be Incorporated In each departinent budget , based on the per- 
centage of soft money being ut 1 1 1 zed I n that department • The conti ngency fund 
should be supported by the State. 1 1 would operate 1 ike an Insurance fund / 
drawing interest and becomi ng aval 1 able to finance tenured facul ty salar ies In 
the event that "soft" fnoney for projects and programs Is curtal led. 

8, The practice : Offering smal ler starting salaries or grant! ng smal ler 
1 ess frequent increases to women, on the (often unconscious) i nval id assump- 
tion that they have less need of a full salary than does a man, because they 
are actual or potential dependents of men: switchi ng of personnel from one 
category to another without appropriate salary adjustments. 
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; The effect : Women' average salaries are not now commensurate with men's 
w I thin the same rank or posit ion even though the amount and qua li ty of work 
done is the bame or ev^en greater > 

Proposed change : : schedules shoul d "be developed wi thi n 

each department or othe 3 u .»idicating the minimum pay within each 

rank (lecturer, instrucio, cant professor, etc.) , each acti vity (admin- 

istration, teach 1 ng, research) , and each time category (f ul ] , part- 1 ime) , i n- 
cluding al 1 comb i nations and permutations of these categories . Shifts from 
part-t ime to f ul 1 time responsibilities, from research to teaching or ad- 
ministration, from 3/^ research - 1/4 teaching to 1/^ research - 3/4 teaching, 
must be just ly compensated for. The Uni vers i ty should pay for the work load 
from state or grant funds. 

Salaries should be comparable to those offered by other institutions with 
which the University of Wisconsin is competing for top qual ity professional 
personnel ; and should adequately pay for all servi ces rendered , whether by a 
woman or a man. Therefore, funds should be provided in the annua 1 opera ti ng 
budget to cor recti nequi ties i n compensation . Moni es des i gnated for other 
purposes such as mer i t raises , shoul d not ^ however , be depleted to el imi nate 
salary: discrimination, s ince this would tend to reduce the qua] ity of educa- 
tion. I nstead a special contingency fund should :be a l located for "catch-up" 
purposes and should be a first priority matter i n the designation of monies 
In upcoming budgets until all inequities are corrected. 

9. The practice : Reluctance to hi re spouses in the same or related depart- 
m'ints at levels commensurate wi th the individuals * ski 1 Is (the anti -nepot i sm 
convent Jon) . 

The effect : The man Is hi red to a tenure track posi tion. The woman may 
not be hi red or may be demoted brrequ I red to fi nd employment elsewhere. If 
she Is hired it is almost always at a lower rank and at a level not consonant 
with her own qual i f i cat 1 ons . ' In some cases , this has resulted in the couple 
leaving the University, or not coming at all , thus depriving it of well- 
qualified teachers and researchers. 

Proposed cliange : The UW admi nistrat ion has expl Ici tly revoked (January, 
1971) the Vnepoti sm rule ' but the consequences of past practices remai n and 
the at 1 1 tudes which fostered i t are 11 kely to pers 1st. A pos i ti ve step in 

j the opposi te di rectlon is needed. I n the general review of the status of 
women at t^e Uni vers ity ,r-peci a i attention should he given to el imi nating 
1 nequ i t i es wh i ch may have been imposed by the nepot i sm rul e . i n the pas t . 
Open recrui tment wi th objective criteria and writ ten statements of reasons 
for rejection given to candidates would tend to counteract the tendency to 
pursue ant I -nepot ism practices In the future . Special attention might be 
g i ven to husband-w i fe teams ^ recogn I z 1 ng the va 1 ue to the Un i ve rs i ty of th i s 
kind of association. Consideration might also be given to such pol icies as 

. providi hg split appoi ntments for such teams : if only one appointment were 

; aval 1 able, both could be hired at the same rank, as half-time holders of a ; 

■' jo I nt^'appo I n tment ^ ; 

10/ . The; practice ; Hi r ing and p i n some departments 

to\f u 1 1 -t I me, ^ pos ts'.;: on 1^^^^ 

;;T effect : Many qua] if led persons, men as wel 1 as women, can only ac- 
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cept part-time appointments at certain stages of thei r careers because of 
fami ly obi igations , heal th , communl ty service or other reasons . This niay be 
particularly true of women wi th very young chl Idren. These persons are then 
excluded from tenure and associated rights and duties, Including the possibi 1- 
ity-of advising students as well as oartlcipating in decision-making In the 
department. 

Proposed change: Qualified women and men ^should be considered for part- 
time tentTFe^'or^'teru^ on the basis of the same cr i teria as for 
full -time. employment w I th proportional pay. benef i ts and res pons I bi 1 1 ties and 
a voice in university affairs. 

1 ] . The practi ce ; Hi ring, promotion find r?alary decisions are usually made 

in camera by the respective commi ttees or by the departmentsV legal faculty. 

' """^^^ '' " ■ ■•■ t . ■* ■ 

The effect : Al lows non-academic res/sons to enter in such decisions, per- 
mitting the unconscious introduction of ^nfair discrimination. 

' ' ' ^ " ■v',' ' ..' :■■./■■ ^ " ■ :/ „ ■ ''/-S^^ 

Proposed change: All h t ri ng ar;*d fi r i ng decl s ions should be made pub li c 
by holding hear i ngs when a prospect iv^/ candi date is being considered. Such 
hearings should be open to facul ty and students. 

: 1 2. The practice: Failure to provide an opportunity for department menobers 
to request promotion or salary increases. 

The effect : Some peop 1 e , and es pec i a 1 1 y women, are never cons Idered for 
promition or salary increase. 

Proposed change : I ndi vidua Is should be all owed to present thei r creden- 
tials for promotion or salary increase at thei r'discretion, when they be*! ieve 
that they have either met the objective criteria previously establ Ished by 
the department or when they can give evidence of achievements v^hich might 
properly be I ncluded as qua 1 if I cation for advancement. The presentation of 
such credent ials would be made pub I ic In open hear i ngs . Thi s approach to 
promotion and salary review is not wi thout precedent wi thin the academic con- 
text. The doctoral candidate presents and defends his thesis publ Icly. In 
many European universities, professorial candidates may present a further^ 
nore advanced: thesis for the advanced degree of Hablli tat ion Doctorate . In 
some departments ,appl icants for positions present a seminar to facui ty and 
students, in hiring, outside references are accepted. 

13, The pract i ce : Hiring and promotion committees are usual ly comprised of 
either ser*Ior faculty or tenure track facufty In a department* 

The effect ; Since women are predominantly in the lower ranks of the 
University and since many are not in tenure track positions at this time, 
hi ring, promotion and salary committees are usual ly made up only of male mem-, 
bers who might uncritical ly continue those practices which would tend to 
maintain the status quo. 

r ■ Proposed change : Al 1 hi ring, promotion and salary commi t tees should have 
women on them and all decisions of the commi t tee should be made aval lab le to 
the proposed central clear ing house and to al 1 members of the department , 
i ncl ud ing students . 



